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1.1 Background to the Study
Change management is a systematic approach to dealing with the transition or transformation of an organization's goals, processes or technologies. The purpose of change management is to implement strategies for effecting change, controlling change and helping people to adapt to change. Such strategies include having a structured procedure for requesting a change (​http:​/​​/​searchcio.techtarget.com​/​definition​/​change-request​), as well as mechanisms for responding to requests and following them up. 

To be effective, the change management process must take into consideration how an adjustment or replacement will impact processes, systems and employees within the organization. There must be a process for planning and testing change, a process for communicating (​http:​/​​/​whatis.techtarget.com​/​definition​/​communication-plan​) change, a process for scheduling and implementing change, a process for documenting change and a process for evaluating its effects. Documentation is a critical component of change management, not only to maintain an audit trail should a rollback become necessary but also to ensure compliance with internal and external controls, including regulatory compliance (​http:​/​​/​searchcompliance.techtarget.com​/​definition​/​regulatory-compliance​).

Organizational restructuring is a very delicate phase in an organization’s life, as it will affect many people, processes, systems, technologies, business areas, departments, etc. The main reasons these organizational restructuring initiatives fail to deliver the expected results are related with only one thing – people. And why does this happen? It is because people and their brains are naturally adverse to change.
Globalization describes a process by which regional economies, societies, cultures have become integrated through a global spanning network of communication and trade. The term is sometimes used to refer specifically to economic globalisation: the integration of national economies into the international economy through trade, foreign direct investment, capital flows, migration and spread of technology. 

As a result of these economic integrations through trade, foreign direct investments, and flows of capital across borders and regions have made businesses to be extremely competitive and a lot of thinking into ensuring their sustainability has to be put into. Among these thinking is about change management and organizational restructuring concepts which altogether encompass a number of other concepts such as implementation of ERP as well as redefining organizational structure to be able to achieve objectives.

The research topic was “The Impact of Change Management and organizational restructuring unto Organization Productivity”. The reason for choosing this research topic was mainly to gather a good understanding about what the success stories are as well as the challenges in fighting for survival of any business which is operated in a stiff global competition, what basically are the things that must be looked into, to successfully implement the change management. This research was conducted within AGA Ltd within GGM Ltd in particular. Different levels of employees within the company and other stakeholders such as community around, government agencies, financial institutions were interviewed. 

1.2	Statement of the Research Problem
Innovations in technology, the process of working, materials and other factors tend to influence the business and work place in several ways. It also needs to restructure organization with time. For example, the ERP which links the whole system and its procedures of an organizational by boosting the power of IT could need some overhaul of the procedures and systems. Failure to do so could result in the system of the company as well as the procedures that turn more discordant and obsolete with time.

According to Jerry Climer (2001), the idea that organizational change can be controlled is a relatively new concept in the world of management practice. He states that “for much of history, change has been seen as some ethereal force bringing about the rise and fall of civilizations, governments, religious groups and commercial interests” (p. 2). Recently, however, due to significant work in the field of organizational change, theories stating that change is uncontrollable have been transformed in the corporate world.

There are times when restructuring exercises could result of the whims and other fancies of the owners. For example, the company could have a new owner who would like his stamp or even some personal authority and style in the business. Restructuring will allow the owner to start a fresh and in that way he will be able to have better control. It will also allow him to reshuffle the key personnel and provides some power to all lieutenants who are trusted. He may also be able to pre-empt any of the inefficiencies that are caused by the previous owner to sell out even more.

Robertson and Seneviratne (2005) further explained that changes in technology and physical setting to the ways change can be accomplished, which they group with organization arrangements and social factors into a category they label organizational work setting. Their model of the organizational change process has three phases: (a) planned interventions create changes in the organization work setting; (b) these changes in the work setting lead individuals to change their behavior; (c) these individual behavioral changes impact organizational performance and individual development, the key organization outcomes. 

Others involved in this discussion would emphasize that the intervention strategy needs to be driven by vision and strategy (Beckhard and Harris 2008), and that the arrows linking the components should be double headed, reflecting the interactive nature of the components in the change process. Richard et al. (2009) noted that organizational performance should be related to factors such as profitability, improved service delivery, customer satisfaction, market share growth, and improved productivity and sales. 

Organization performance is therefore affected by a multiplicity of individuals, group, and task, technological, structural, managerial and environmental factors. He claims that there can be no change management without a modicum of information as to performance information in basis period and, ideally, a targeted performance in a future time period. He refers to four dimensions of evaluating performance in hotels; the customer dimension, employee dimension, internal process dimension, and the financial dimension. Different approaches used in managing change will result in either a decrease or increase in the variables under each dimension. Telecoms should therefore aim to ensure the effective management of change so as to improve the overall organizational performance.




The general objective of the study was to evaluate the impact of Change Management and Organizational Restructuring unto Organization Productivity.

1.3.2	Specific Research Objectives
i.	To investigate whether change management and organizational restructuring would guarantee the increase in productivity and therefore profitability to the business.
ii.	To investigate the level of change management and organizational restructuring occurring within GGM. 
iii.	To determine if demographic factors such as age, gender, educational level, marital status and work experience affects change management.

1.4	Research Questions
These are statements in questions formed based on the main and specific objectives; this study was guided by the following questions

1.4.1	General Research Question
Does change management and organizational restructuring have any impacts on productivity of organization after its implementations?

1.4.2	Specific Research Question
i.	What are the challenges that may be encountered in the implementation processes of change management and organizational restructuring? 
ii.	How would the productivity of an organization that has gone through change management and organization restructuring be guaranteed to the organization after its implementation?
iii.	To what extent change management (processes, people and systems) related to Organization productivity?
iv.	Are demographic factors affecting change management?

1.5	Significance of the Study
The study of the impact of change management and organizational restructuring unto Organization productivity was very crucial as every Organization adopt various changes into different time. Management should understand the impact of change management and Organizational restructuring and prepare measures to take to minimize the risk of poor production. Employees as well should be aware of the types of changes into the Organization and the effect of Organization restructuring so that to be ready for the effect of those changes when they occur.

1.6	Scope of the Study
The study focused on the impact of change management and organizational restructuring unto organization productivity. The independent variable is change management and organizational restructuring (Processes, People and Systems) and dependent variable is Organizational productivity (Production, Costs, Profitability, Safety and Corporate social responsibility). The study undertaken at the Geita Gold Mining Company in Geita Region.

1.7	Organization of the Study
Chapter two of the proposal will explain on literature review of the study, here conceptual definitions, critical review of supporting theories or theoretical analysis, empirical analysis of relevant studies, research gap identified, theoretical frame work and statement of the hypothesis will be explained. Chapter three will explain on research design and methodology, research strategies, survey population, area of the research or survey, sampling design and procedures, variables and measurement procedures, methods of data collection, data processing and analysis, expected results of the study, research activities, work plan and estimated research budget.









Organizational change management is a framework for managing the effect of new business processes, changes in organizational structure or cultural changes within an enterprise. (Margaret Rouse) Dr. Carter McNamara also says: the concept of organizational change is in regard to organization-wide change, as opposed to smaller changes such as adding a new person, modifying a program, etc. Examples of organization-wide change might include change in mission, restructuring operations, new technologies, mergers, major collaborations, “rightsizing”, new programs such as Total Quality Management, re-engineering etc. 

Burnes (2004) defines Organizational Change as an ever-present feature of organizational life, both on an operational and strategic level, and it is for this reason that organizations should develop their ability to identify where it needs to be in the future, and necessary actions it will need to take in managing the changes required to get the organization safely into the future. Senior (2002) and Graetz (2000) argue that organizational change and the management thereof is an essential management skill that is required throughout the world where there is increased deregulation, rapid technological innovation, a growing knowledge workforce and shifting social and demographic trends.

2.1.2	Change Management
Moran and Brightman (2001) define change management as the process of continually renewing an organization’s direction, structure and capabilities to serve the ever-changing needs of the internal and external customers. Kotter also defines Change Management as the utilisation of basic structures and tools to control any organisational change effort. Change management’s goal is to minimize the change impacts on workers and avoid distractions.

2.1.3	Concept of Organizational Restructuring
 Different definitions have been coined for organizational restructuring by various authors. Cascio (2002) defines organizational restructuring as “planned changes in a firm’s organizational structure that affect its use of people”. (Greenberg and Baron. 1995), on the other hand, define organizational restructuring as the “altering of size and basic configuration of the organizational chart”. Organizational restructuring can also be defined as “fundamental rethinking and radical redesigning of organizational structures, business processes and procedures and functional structures" 

According to Hill (2008) restructuring takes on an internal focus with an aim of getting the work of the business done effectively and efficiently so as to make the strategy work. It reflects the critical stage in strategy implementation wherein managers attempt to rationalize and recast their organization structure, leadership, culture and reward systems to ensure a basic level of cost competitiveness, capacity for responsive quality and need to shape each one in order to accommodate unique requirements of the strategies. "At the heart of the restructuring process is the notion that some activities within the business value chain are more critical to the success of the business strategy than others'. Bryars (1992) contends that the restructuring or reorganizing of the organization involves making strategic changes when the organization faces environmental challenges. It is clear from all these definitions that organizational restructuring is a process that involves fundamental structural changes in an organization that may have serious implications on its performance. Studies have reported mixed results on the impact of organization restructuring on organizational performance with some studies reporting positive while others reporting none or even negative impacts. It is therefore important to manage this change effectively for organizational restructuring to be successful in achieved the envisioned objectives.

2.2	Theoretical Literature Review
 There are many models and theories, and each one has potential benefits or weaknesses for each organization. This is a review of the key ones captured in this study 

2.2.1	Lewin’s Change Management Model
Lewin’s Change Management Model is one of the most popular and effective models that make it possible for us to understand organizational and structured change. This model was designed and created by Kurt Lewin in the 1950s, and it still holds valid today. Lewin was a physicist and social scientist who explained the structured or organizational change through the changing states of a block of ice. His model consists of three main stages which are: unfreeze, change and refreeze. Let’s look at these stages in detail:

Unfreeze: The first stage of the process of change according to Lewin’s method involves the preparation for the change. This means that at this step, the organization must get prepared for the change and also for the fact that change is crucial and needed. This phase is important because most people around the world try to resist change, and it is important to break this status quo. The key here is to explain to people why the existing way needs to be changed and how change can bring about profit. This step also involves an organization looking into its core and re-examining it.

Change: This is the stage where the real transition or change takes place. The process may take time to happen as people usually spend time to embrace new happenings, developments, and changes. At this stage, good leadership and reassurance is important because these aspects not only lead to steer forward in the right direction but also make the process easier for staff or individuals who are involved in the process. Communication and time thus are the keys for this stage to take place successfully.

Refreeze: Now that the change has been accepted, embraced and implemented by people, the company or organization begins to become stable again. This is why the stage is referred to as refreeze. This is the time when the staff and processes begin to refreeze, and things start going back to their normal pace and routine. This step requires the help of the people to make sure changes are used all the time and implemented even after the objective has been achieved. Now with a sense of stability, employees get comfortable and confident of the acquired changes.

2.2.2	McKinsey 7 S Model
McKinsey 7-S framework or model is one of those few models that have managed to persist even when others came in and went out of trend. It was developed by consultants working for McKinsey & Company in the 1980s and features seven steps or stages for managing change.

Stages are;
Strategy – Strategy is the plan created to get past the competition and reach the goals. This is the first stage of change according to McKinsey’s 7-S framework and involves the development of a step-by-step procedure or future plan.
Structure – Structure is the stage or attribute of this model that relates to the way in which the organization is divided or the structure it follows.
Systems – In order to get a task done, the way in which the day-to-day activities are performed is what this stage is related to.
Shared Values – Shared values refer to the core or main values of an organization according to which it runs or works.
Style – The manner in which the changes and leadership are adopted or implemented is known as ‘style’.
Staff – The staff refers to the workforce or employees and their working capabilities.
Skills – The competencies as well as other skills possessed by the employees working in the organization.

2.2.3	Kotter’s Change Management Theory
Kotter’s change management theory is one of the most popular and adopted ones in the world. This theory has been devised by John P. Kotter, who is a Harvard Business School Professor and author of several books based on change management. This change management theory of his is divided into eight stages where each one of them focuses on a key principle that is associated with the response of people to change.

Stages
Increase Urgency – This step involves creating a sense of urgency among the people so as to motivate them to move forward towards objectives.
Build the Team – This step of Kotter’s change management theory is associated with getting the right people on the team by selecting a mix of skills, knowledge and commitment.
Get the Vision Correct – This stage is related to creating the correct vision by taking into account, not the just strategy but also creativity, emotional connect and objectives.
Communicate – Communication with people regarding change and its need is also an important part of the change management theory by Kotter.
Get things moving – In order to get things moving or empower action, one need to get support, remove the roadblocks and implement feedback in a constructive way.
Focus on Short Term Goals – Focusing on short term goals and dividing the ultimate goal into small and achievable parts is a good way to achieve success without too much pressure.
Don’t give up – Persistence is the key to success, and it is important not to give up while the process of change management is going on, no matter how tough things may seem.
Incorporate Change – Besides managing change effectively, it is also important to reinforce it and make it a part of the workplace culture.
2.2.4	ADKAR Model
The ADKAR model is one of the most important models in ensuring the change process occurs efficiently. The model focuses on the ‘people’ element of change, specifically how to ensure the employees involved support and believe in the change. Once this has been done, the model moves to look at the business dimension, as once the people are behind it the processes must then be focused on. The model is developed from a study of 900 organizations across 59 countries over a 14-year period, carried out by the US research organization, Prosci.

The research found that getting employees to support a change strategy was the key to its success, and there are 5 key steps to ensuring employee support.  Awareness – Employees need to be aware of exactly what change is occurring and why it is necessary. If employees are not aware of these things, they can lose motivation and direction within the strategy.  The manager has a crucial role in ensuring employees are fully aware of every element of the change process.

Desire – Support for the change strategy should come naturally from the employees. Rather than forcing the change upon your employees, including them in developing the project and vision will ensure their support for the final outcome. 

Knowledge – Change will likely bring a change in routine and skills for your employees, as well as the overall organization change. For this reason, employees should be fully supported in their acquisition and development of these skills.
Ability – This knowledge must then de developed, but this can only happen if the individuals have the necessary ability. 
Reinforcement – The change process, and rewards for individuals changing their methods, should be reinforced long after the change has occurred. This ensures employees resist the temptation of slipping back into old habits. The business dimension then focuses on identifying a need for change, the objectives that need to be met, how you will go about meeting these objectives and the timescale in which this will be completed. 

Both the business and people dimensions must be carefully nurtured for a successful change strategy to be implemented. Neglecting employees may generate resistance, which can make process changes occur slowly and tasks not be completed properly. On the other hand, time must be spent focusing on the business dimension of change as well. The ADKAR model is a useful tool for helping individuals cope and plan for the change process, as well as monitoring their reactions as it occurs. Despite the model occurring in order, it is also important to recognize that individuals will be at different stages of the process at different times. 

2.3	Dimensional Models of Change Management
One of the primary functions of management is to devise efficient and effective ways of promoting change in the organization whilst at the same time encouraging all employees to accept the change. In other words, it is a process of seeing to it that organizational goals are met by using properly the resources of the organization. Any degree of transformation implemented will also impact upon the culture of the organization (Porras and Robertson 1992). In this context, culture may be defined as: A pattern of basic assumptions that has worked well enough to be considered valid and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems (Schein 1985a, p. 9).

Furthermore, Palmer and Dunford (1996) also noted that many organizations implement change as a two-fold process: incremental or transformational, thereby emphasizing the importance of clear well-thought out change management processes and practices. Being a process, change management presents challenges when attempting to measure its effects in an organization. Organizations engaging in the measurement of the effects of change may temporarily halt some of their processes at any given time if these are proving to be unsuccessful, though it can still be possible to accurately measure the effects of change. Change management can be seen as a generative process that changes according to organizational needs whilst still maintaining its overall vision. Beckhard and Pritchard (1992, p. 14), maintain that change management is most effective when learning and change processes interact positively with each other and when both employers and employees realize that ‘change is a learning process and learning is a change process’.

A similar viewpoint is also emphasized by Nadler and Tushman (1995) who maintain that organizations are made up of many differing parts, providing a range of interrelated and differing challenges to all employees. According to these writers, the four main components of an organization are: People: This comprises the employees’ behavior, knowledge, skills, needs, perceptions, expectations, background, demographics and experiences that are brought into the organization. Work: This refers to the basic and inherent tasks to be done by the organization and its units. It may include the activity in which the organization is engaged, particularly in light of its strategy. 
Informal Organizational Arrangements: These are the implicit and unwritten arrangements (also known as ‘organizational culture’) that sometimes complement formal organizational arrangements. They also involve the common values and beliefs and the new relationships that develop within and between groups, communication, influence and political patterns that combine in the creation of the informal organisation. 

Formal Organizational Arrangements: These arrangements include structures, systems, processes, methods and processes formally developed to enable employees to perform tasks consistent with organizational strategy, as well as mechanisms for control and coordination, human resource management, reward systems, job design and work environment. 

2.4	Empirical Literature Review
2.4.1	Change Management, Organizational restructuring and Organization Productivity
Human resource has become a strategic resource to gain sustainable competitive advantage in this age of globalization (Kute & Upadhyay, 2014). The researchers emphasized that human resource is the most important aspect, indeed the backbone of every organization and it is also the main resource of the organization. Ndahiro, Shukla and Oduor (2015) are of the view that organizations today have increasingly become aware and value the importance of change management practices. They further elaborated that real life experiences substantiate the assumption that no matter how sophisticated and modern the business activities of the organization may become, it will be extremely difficult to sustain its growth and effectiveness unless there are strategies that complement its operations. 

According to Virama (2013), in his study entitled, “Effective Change Management” it is seen as the process that is used to help all the employees adapt successfully to the changes that are taking place in the organization. It is meant to shift the employees‟ mindset from their current state to a desired future state. The exit world is getting more interconnected and the economies and industries have become global. There is crisis in financial institutions, the housing market, education, health care and emerging markets to mention only a few major issues. These technologies will inevitably impact the way we manage the workforce and its entire performance which will be the hall mark of success.

In his study on (Impact Of Change Management On Selected Manufacturing Firms In South East Nigeria (2014), Nicholas N. Igwe attests that, change is viewed as an organization's response through employees involvement as a constraint . A more inclusive view on change suggests that both external and internal pressures for change are relevant. Defining change management is tough under any circumstances especially that relates to people and the environment there in write Holland and Skarke (2003:24), especially in the context of new technology being implemented in an existing organization where employees are directly used to drive the change. 

Management (Nicholas Igwe 2014), implies an effort to plan the change and exert influence over other people in the process. Change management on employees is seen as a set of principles, techniques and prescriptions applied to the human aspects of executing major change initiatives in organizational settings. Its focus is not on what is driving change (technology), reorganization plans, mergers and acquisitions (M & A) Udeh &Igwe, 2013, globalization etc. but on 'how' to orchestrate the human infrastructure that surrounds key projects so that people are better prepared to absorb the implications affecting them. 

Change management on employees is one of the Human resource management (HRM) processes that contributes to or underpins the activities of human resources department or unit in an organization. It is concerned with advising and assisting with the facilitation of change in organizations in response to changes in the environment and the introduction of new organizational structures and systems, human resource policies and practices (Armstrong, 2005). Organizational change on employees has also been referred to as organizational development and organizational transformation through human capital (Cummings, 2005).

Khosa, Rehman, Asad, Bilal & Hussain (2015) retaliated that employees have the feelings of stress, nervousness and lack of confidence when the organization changes like restructuring, downsizing and as well as merging. Although it is a fact that change is a process and it is essential to go in its direction, yet employees are reluctant to accept it willingly. Past scholars Salerno and Brock (2008) argued that change is inevitable and necessary. The scholars articulated that with each new day, the environment is no longer the same. 

Other scholars such as Pugh (2007) have dealt with change management based on human relations. Usually workers do not understand very easily the need for change. They may not agree with the forces and actions taken behind the change. McLagan (2002) pointed out that people can accept changes that affect them adversely if they believe the change is right and procedural justice is followed. People will support changes that make sense, that make work easier and more effective, that make employees happier and that improves their performance. 

Armstrong (1998) noted that business change means the redesigning of business processes, the improvement of its products and/or services, and organizational changes to organizational structure and/or culture deemed necessary for better performance. According to Greenberg and Baron (1995) organizational restructuring refers to the “altering of size and basic configuration of the organizational chart ". It may involve downsizing that entails reducing the number of employees needed for the organization to function effectively, or rightsizing that includes adjusting the number of employees needed to work in newly designed organizations. It can also include outsourcing, wherein a company hires the services of an outside firm to carry out its non-core business functions (Greenberg & Baron, 1995). 

Byars (1992) contends that the restructuring or reorganizing of the organization involves making strategic changes when the organization faces environmental challenges. Normally, it becomes a necessity when the company has grown to the point that the original structure can no longer efficiently manage the output and general interests of the company. A study by (Miller 1987) noted that organizational structures and strategy-making processes are highly interdependent and must be complementary in many ways to ensure good performance under challenging conditions. In the current dynamic business environment globally, organization structures cannot afford to remain static. Organizations constantly have to reorganize themselves in response to changing conditions.

Further, (Thompson Strickland & Gamble 2010) observes that “some activities in the value chain are always more critical to strategic success and competitive advantage than others". They recommend that “it is important for management to build its organization structure around proficient performance of the key activities, making them centerpieces or main building blocks on the organization chart. The rationale of making strategy-critical activities the main building blocks in structuring a business being the fact that since the activities are crucial to strategic success, they need to have resources, decision-making influence, and organizational impact they need. Thus implementing a new or changed strategy is likely to entail new or different key activities, competencies, or capabilities and therefore to require new or different organizational arrangements, else the resulting mismatch between strategy and structure can lead to performance problems."

 The study by Miller, (1987) further noted that structural formalization and integration were related to the levels of integration and reactiveness among decision makers and to four aspects of rationality in decision making: - analysis of decisions, planning, systematic scanning of environments and explicitness of strategies. This therefore indicates that restructuring generates value for stakeholders, and empirical evidence points to improvements in operating performance as a primary source of these gains. 

According to Miller, (1987) relationships between strategy making and structure were usually strongest among successful and innovative firms and seemed to contribute the most to performance in sizeable and innovative firms. This is because the structure of an organization importantly influences the flow of information and the context and nature of human interactions. Smart Scott & Waldfogel (1994) measured the effect of restructuring on corporate performance focusing on management buyouts and concluded that these buyouts improve corporate performance. They further cite Kaplan (1989) and Lichtenberg & Siegel (1989) who studied firms taken private in management buyouts and found that both financial and real performance measures improved after the buyouts.

2.5	Research Gap
Through the above reviewed empirical literature it is evident that several similar researches have been done, but there are a number of gaps left due to differences in geographical areas, time the research conducted as well as nature of the Organization studied. A study by Srivastava, & Mushtaq (2011) on the impact of restructuring on the operational aspects of the publicly traded firms in China. They used changes in revenue, profit margin, return on assets and the total asset turnover ratio before and after the restructuring as proxies for firm performance and conducted tests to determine whether restructuring resulted in significant changes. 

Their study found that there were significant improvements in total revenue, profit margin, and return on assets following restructurings but there was no evidence of any significant impact on asset turnover ratio. They also found evidence of significant market anticipation and over reaction to the restructuring announcements. The study conducted in China where most of the Organization operates in an advanced working environment compared to those found in Tanzania.
Ngige (2012) studied the implication of restructuring on the performance and long-term competitiveness within the Kenyan banking sector and further, the significance of different modes of restructuring adopted by the banks in influencing performance. Findings revealed that generally, restructuring resulted to improvement in performance in terms of market share growth, competitiveness, growth in quality of products, geographical spread and customer retention. Further findings revealed that banks used different strategies of restructuring which had different motives in influencing performance. In the case of organizational restructuring the study showed an increase in the year of restructuring and the year after though it was at a greater magnitude in the organization mode of restructuring. The study left a gap in nature of the Organization and geographical region.

According to the research studies of Mbogo & Waweru (2014), on the corporate turnaround response by financially distressed companies listed on the NSE, they surveyed companies that were listed for the entire period of the study (2002-2008). The survey found that employee layoff was the most preferred course of action being carried out by 63% by the companies. Asset restructuring was the second most preferred turnaround strategy being carried out by 50% of the companies. Financial restructuring and top management change were the least preferred turn around strategies each one of them being taken by one company each. 
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3.1 Research Paradigm 
For the purpose of this study both research philosophies such as quantitative and qualitative designs were used to obtain different measurements of data .The researcher used quantitative design to obtain different measurements of data and qualitative design to obtain different views and opinions from people.

3.2	Research Design
A research design according to Andrew B kirumbi is the set of methods and procedures used in collecting and analyzing measures of the variables specified in the research problem research. The design of a study defines the study type and sub-type, research problem, hypotheses, independent and dependent variables, experimental design, and, if applicable, data collection methods and a statistical analysis plan. A research design is a framework that has been created to find answers to research questions.

The study was based on exploratory and descriptive research methods where by primary and secondary research was done. Primary research was collected through the use of interviews, focus groups, customer surveys, or any way that organizations are able to obtain feedback. Secondary research is the analysis and synthesis of primary research that was compiled at a previous date. Secondary research can be gathered from marketing research data, magazines, old reports, or any other source where relevant information has been stored.
3.2.1	Area of the Study 
The study was conducted at GGM Ltd. The area is located at Geita urban in Geita Region. I choose GGM Ltd because the Company is very big with many restructuring processes according to the changes of the management. I am leaving in Geita as well so it was easy for me to meet with the staff of GGM even outside the working area in case some were busy during the work. Cost reduction is also another reason for choosing the area, as the research area was not far from Geita Town.

3.2.2	Population of the Study
The study was drawn from sample of 50 staff to represent the population, however only 47 representatives responded to the questionnaires and it was basically the same that interviewed. Population used was from the different levels within various layers of the organization including top management (departmental heads), unit managers, Front line managers, and Front line managers’ assistants. The sample population was based on the following characteristics such as Number of years an employee has been with the company, the education level and the experience of the staff during Organizational restructuring. The aim of choosing these characteristics in the survey population was to get enough information for the study.

3.2.3	Sample and Sampling Technique
Kothari (2004) defines sampling as the process of selecting a sample from a population. Researchers select a sample due to various limitations that may not allow researching the whole Population (Mugenda & Mugenda, 2003). In sampling, a section of the population that is selected represents the entire population. Sample is a portion of a population or universe. However, by population, many often consider to people only. Population does not necessarily mean a number of people. It can also refer to total quantity of the things or cases which are the subject of our research. Probability sampling is defined as having the “distinguishing characteristic that each unit in the population has a known, nonzero chance of being included in the sample. 

It is described more clearly as “every participant has an equal probability of being selected” from the population. In probability sampling, each element in the population has a known nonzero chance of being selected through the use of a random selection procedure. In non probability sampling, randomization is not important in selecting a sample from the population of interest. Rather, subjective methods are used to decide which elements are included in the sample. Hence, non probability sampling is a sampling technique where the samples are gathered in a process that does not give all the participants or units in the population equal chances of being included.  In this research, the researcher used all staff from one year experience up to over 12 years’ experience in the Organization to get valid results.

3.3	Procedures for Data Collection
Data collection is the process of gathering and measuring information on variables of interest, in an established systematic fashion that enables one to answer stated research questions, test hypotheses, and evaluate outcomes.

3.3.1	Types of Data
Data is one of the most important and vital aspect of any research studies. Researchers conducted in different fields of study can be different in methodology but every research is based on data which is analyzed and interpreted to get information. Data is the basic unit in statistical studies. In these research two types of data, namely primary and secondary data were collected.

3.3.1.1	Primary Data
Primary data is original research that is obtained through first-hand investigation. Primary data includes information collected from interviews, experiments, surveys, questionnaires, focus groups and measurements. In this study, primary data was collected from respondents through questionnaires, interview and observations. 

3.3.1.2	Secondary Data
Secondary data refers to data that was collected by someone other than the user. Common sources of secondary data for social science include censuses, information collected by government departments, organizational records and data that was originally collected for other research purposes. Secondary data for this study was collected from books, journals, articles, reports and newspapers, both published and unpublished, as well as from online sources.

3.3.2	Methods of Data Collection
3.3.2.1	Interview Schedule
This was another data collection technique that the researcher used in collecting data and it was basically the same group of representatives that were as well interviewed and the researcher got a lot of input as a result, and also the interviewees got an opportunity to also ask questions and more clarification was obtained from both ends.
3.3.2.2	Questionnaire
A questionnaire is a research instrument consisting of a series of questions (or other types of prompts) for the purpose of gathering information from respondents. The questionnaire was invented by the Statistical Society of London in 1838. Questionnaires have advantages over some other types of surveys in that they are cheap, do not require as much effort from the questioner as verbal or telephone surveys, and often have standardized answers that make it simple to compile data. However, such standardized answers may frustrate users. Questionnaires are also sharply limited by the fact that respondents must be able to read the questions and respond to them. Thus, for some demographic groups conducting a survey by questionnaire may not be concrete.

Questionnaires were prepared with relevant sets of research questions with the prime aim of gathering data or rather answers to the research questions that was subsequently analysed. These sets of questionnaires was  mainly  distributed to certain levels that the research believes have a good knowledge about change management and who would also be in a position to link between change management concepts and what the organisation has been through. Open ended and where appropriately closed questions were asked, with the prime objective of gathering more data.

3.3.2.3	Documentary
Text documentary were collected from internet, books, journal, research articles and magazines. Websites such as www.scholargoogle.com (​http:​/​​/​www.scholargoogle.com​)  and were used to search useful information and facts about the study.
3.4	Data Processing and Analysis
A lot of data was obtained within AGA mainly from GGM Ltd and from a few selected other AGA business units. The responses to the structured close-ended questions were rated in percentages. The percentage of respondents for each alternative was given and analyzed. The data collected was analyzed using Ms Excel (2010) and the computer software known as SPSS. SPSS is the acronym of Statistical Package for the Social Science. 

It is a comprehensive system for analyzing data and is one of the most popular statistical packages which can perform highly complex data manipulation and analysis with simple instructions. It is designed for both interactive and non-interactive (batch) uses.  SPSS can take data from almost any type of file and use them to generate tabulated reports, charts, and plots of distributions and trends, descriptive statistics, and complex statistical analysis.  

Model Specification
Mathematically the model is expressed as follows;
Model for specific objective 1 and 2
Equation 1:
OP = f (CM, OR)
OP = β0 + β1CM + β2OR+ ε
OP = Organizational Productivity
CM = Change Management
OR = Organizational Restructuring
β = Intercept
ε = Error term

3.5	Measurement of Variables
The main variables of the study are change management, organizational restructuring and Organization productivity. This research used standard questions adopted from previous studies to measure the variables.

3.5.1	Change Management and Organizational Restructuring
Change Management and Organizational restructuring was measured using a developed questionnaire. The questionnaire consisted of 15 questions. Examples of these questions are “I have been part of changes in terms of systems, people, and processes that AngloGold Ashanti has embarked on in the past recent years’’,’’ I am familiar with the term “Change Management and Organizational restructuring” and how it affects people, systems and processes’’. A five point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree) were employed. The purpose of 5 – point Likert scale was to offer respondents more choice and better capture variability in their attitudes and feelings (Hinkin, 1995)

3.5.2	Organization Productivity
Employees were given opportunity to comment on the performance of the Organization before and after change management and organizational restructuring effected. Examples of these questions were like “My overall work performance have improved compared to the past period before change management and organizational restructuring:, “I agree that restructuring resulted to improvement in performance in terms of market share growth, competitiveness, growth in quality of products, geographical spread and customer retention” .5 – point Likert scale was employed ranging from 1(strongly disagree) to 5 (strongly agree).Scores was averaged to yield the summary scores reflecting the change in organization productivity.

3.6	Data Validity and Reliability Analysis
Bond (2003, p. 179) comments that: …validity is foremost on the mind of those developing measures and that genuine scientific measurement is foremost in the minds of those who seek valid outcomes from assessment. From this above quote, validity can be seen as the core of any form of assessment that is trustworthy and accurate (Bond, 2003, p. 179). Validity, according to Messick (1989, p. 6) 50 … always refers to the degree to which empirical evidences and theoretical rationales support the adequacy and appropriateness of interpretations and actions based on test scores. 

A test is seen as being reliable when it can be used by a number of different researchers under stable conditions, with consistent results and the results not varying. Reliability reflects consistency and replicability over time. Furthermore, reliability is seen as the degree to which a test is free from measurement errors, since the more measurement errors occur the less reliable the test (Fraenkel & Wallen, 2003; McMillan & Schumacher, 2001, 2006; Moss, 1994; Neuman, 2003). 

In the same way, Maree and Fraser (2004) ask how far the same test would produce the same results if it was administered to the same children under the same conditions. This helps the researcher and educator to make comparisons that are reliable. The more errors found in an assessment the greater its unreliability, and vice versa. Reliability is a very important factor in assessment, and is presented as an aspect contributing to validity and not opposed to validity.  Reliability of the tool was made by testing the questionnaires and interview questions before a comprehensive exercise of data collection done to see if the tool can give consistent response from different respondents. 

3.7	Ethical Issues











INTERPRETATION, ANALYSIS AND DISCUSSION OF THE FINDINGS
4.1	Introduction
This chapter provides data analysis and discusses the findings for the objectives in the first chapter. Data collected from the field are presented, analysis is done and discussions on making comparison with what other schoolers have found are provided.

4.2	Interpretation of Results
4.2.1	Presentation of the Descriptive Statistics of Respondent’s Biographical Data
Table 4.1 summarizes the descriptive percentage of the respondent’s demographic factors including (age, gender, marital status, academic qualifications and working experience).The study findings shows that majority of the respondents (25.5%) were aged between 30 – 40 years followed by (21.3) who aged between 40- 50 years. Others (19.1) were aged above 60 years, (17.0) were aged between 20-30 years and also (17.0) were aged between 50-60 years. Sample included (27%) male respondents and (20%) female respondents. 

Concerning marital status, the findings revealed that (12.8%) of the respondents were single, (80.8%) were married, (2.1%) were divorced and (4.3%) were widows. Regarding academic qualifications, results revealed that (4.2%) were certificate holders, (10.6%)were Diploma holders, (42.6%) were Bachelor degree holders, (40.4%)were master degree holders and (2.1%)of the respondents were PhD holders. In terms of working experience, (31.9%) have working with GGM between 1-5 years, (46.8%) have working between 6-8 years, (17%) have working between 9-12 years while (4.2%) have working with GGM above 12 years.










CertificateDiplomaBachelor degreeMaster degreePhD degree	2520191	4.210.642.640.42.1
Working experience
1-5 years6-8 years9- 12 yearsAbove 12 years	152282	31.946.817.04.2
Job level
Stratum IVStratum IIIStratum IIStratum I	415208	8.531.942.517.0
Source: Field Data (2018) 

Figure 4.1: The Age Distribution of the Respondents
Source: Field data (2018)

Figure 4.2: The Gender Distribution of the Respondents
Source: Field Data (2018)

Figure 4.3: The Marital Status of the Respondents
Source: Field Data (2018)

Figure 4.4: The Academic Qualifications of the Respondents
Source: Field Data (2018)

Figure 4.5: Working Experience of the Respondents
Source: Field Data (2018)


Figure 4.6: Job Level of the Respondents
Source: Field Data (2018)


4.2.2	The Mean Distribution of the Respondents from the Change Management and Organizational Restructuring Questionnaire Statements
The mean distribution of the responses to main statements on the Change Management and the Organizational restructuring, gives an insight into the general perception of the respondents on the issue researched. Findings shows that majority of the respondents, mean (3.32) have been part of the change management in terms of the systems, people and processes that AngloGold Ashanti has embarked on the past years. 

Table 4.2: Mean Distribution of the Responses from the Change Management and Organizational Restructuring Questionnaire Statements
QN	Questionnaire Statements	Mean
1	I have been part of change management in terms of systems, people, and processes that AngloGold Ashanti has embarked on in the past recent years. 	3.32
2	I am familiar with the term “Change Management and Organizational restructuring” and how it affects people, systems and processes.	4.09
3	I am  aware of  change management approaches in terms of people (structure), systems or business processes that were introduced to the organization in the past recent years, say 7 years	4.09
4	I feel that the change management is effective to the business organization in either people or systems or processes in terms of productivity since their introduction.	4.09
5	I received a clear communication during the implementation stage of any of the changes in either people (structure) or systems, or processes.	4.02
6	I was engaged fully during the implementation stage of any of the changes in either people (structure) or systems, or processes.	2.47
7	I experiences job insecurity during the process of Organization restructuring.	4.04
8	I am encouraging all employees to accept the changes of the Organization.	3.19
9	 I have the feelings of stress, nervousness and lack of confidence when the Organization changes like restructuring.	3.49
10	I agree that change is inevitable and necessary.	4.15
11	I feel that Management understands the impact of change Management and Organizational restructuring. 	3.77
12	I feel that Management prepares measures to take to minimize the impact of change management.	2.32
13	I am aware of the types of changes occurring into the Organization.  	2.17
14	I am aware of the effect of organization restructuring.	3.68
15	I feel that Organization change Management with reference to organizational change management at Geita Gold Mining Limited since its inception in 2000 has a lot of disadvantages and challenges.	1.98
Source: Field Data (2018)

Most of the respondents mean (4.09) are aware of change management in terms of people (structure), systems or business processes that were introduced to the Organization in the past 7 years. Few respondents mean (2.47) were engaged fully during the implementation stage of any of the changes in either people (structure) or systems, or processes. Furthermore, many respondents, mean (4.04) agrees that they   experiences job insecurity during the process of Organization restructuring. In addition, most of the respondents, mean (4.15) agrees that change is inevitable and necessary.

4.2.3	Descriptive Statistics for Change Management and Organization Productivity
Table 4.3 represents the mean value for overall Change management and Organizational Productivity in Processes, people and Systems. The average level of change management in processes is represented by (mean=4.53, SD=0.5) it shows that large number of employees are accepting the processes in place for change in processes. Change management in people (mean = 4.4681, SD=0.5) this means large employees are accepting change management in people contributing to the Organization productivity. Change management in systems (mean=4.51, SD=0.5) it is evident that most employees accepting the change management in systems towards high performance. 

Organization performance in terms of production (mean=4.4681, SD=0.5) it is evident that change management favors high production. In addition, organization performance in terms of cost reduction have (mean=4.5319, SD=0.5) which indicates that many employees agrees that change management accelerates cost reduction. Furthermore, organization performance in terms of profitability (mean=4.4894, SD=0.5) which means most employees agrees that organization performance in terms of profitability is high with change management. Standard deviations for change management and organizational productivity are close to 1 which means there is correlation between change management and organization productivity.










Valid N (list wise)	   47		
Source: Field Data (2018)

4.3	Results of Correlation between Change Management and Organization Productivity
The aim of this study is to examine the relationship between change management and Organization productivity. Pearson Correlation analysis conducted to verify the existence of relationship between the independent variable i.e. change management (Processes, People, and Systems) and the dependent variable Organization productivity (Production, Costs, Profitability) as shown in Table 4.4

Results revealed that the Pearson Correlation Coefficient matrix for the relationship between change in processes and change in  people on organization productivity for two tailed test were significant and positive related, (r=0.88** p < 0.00 and 1.00** p < 0.00) respectively. Also results shows that relationship between change in systems with organization productivity is positive and significant. (r = 0.918** p< 0.00) this result indicates that there is a relationship which is significant and positive between change in processes, people and systems on organization productivity at the GGM.





















**. Correlation is significant at the 0.01 level (2-tailed).
Source: Research Data, 2018

In addition to that, correlation analysis found strong significant impact on change in processes and change in people with organization cost (r = 1.00** p < 0.00 and r = 0.88** p < 0.00) respectively. Results found that there is significant relationship between change in systems with organization cost (r = 0.958**   p < 0.00).Apart from that, results shows strong relationship between change in processes and in people with organization profitability (r = 0.918** p < 0.00 and r= 958** p < 0.00) respectively and strong significant relationship between change in systems with organization profitability (r = 0.958** p < 0.00)
4.4 Results of Multiple Regression Analysis












a. Dependent Variable: OP

Model Summary
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate
1	1.000	1.000	1.000	.00000
Source: Field Data (2018)












Model	R	R Square	Adjusted R Square	Std. Error of the Estimate
1	1.000	1.000	1.000	.00000
Source: Field Data (2018)








a. Dependent Variable: OPR

Model Summary
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate
1	.958	.918	.917	.14593
Source: Field Data (2018)
4.5 Relationship between Demographic Variables and Change Management
4.5.1 Correlation Results
Results show that age, academic qualification, working experience and job level both have positive and significant relationship with change management in processes, people and systems. Table 4.6 confirm that strong and positive relationship occurs between change in processes and age (r= 0.844**, p = 0.00), change in processes and academic qualification (r = 0.745**, p = 0.00), change in processes with working experience (r = 0.716**, p = 0.00), change in processes with job level (r = 0.799**, p = 0.00). In addition, change management in people has strong and significant relationship with age, academic qualification, working experience and job role. Change in people with age (r = 0.840**, p = 0.00), change in people with academic qualification (r = 0.784**, p = 0.00), change in people with working experience (r = 0.706**, p = 0.00) and change in people with job level (r = 0.751, p = 0.00)

Furthermore change management in systems has strong and significant relationship with age, academic qualification, working experience and job level. Change in systems with age (r = 0.841**, p = 0.00), change in systems with academic qualification (r = 0.756**, p = 0.00), change in systems with working experience (r = 0.711**, p = 0.00), and change in systems with job level (r = 0.781**, p = 0.00). However gender and marital status have no correlation with change management in processes, people and systems. Change in processes with gender and marital status (r = 2.65, p = 0.72) and (r = 0.392**, p = 0.006) respectively.

Change in people with gender and marital status (r = 0.301*, p = 0.40) and (r = 0.4468**, p = 0.006) respectively. Change in systems with gender and marital status (r = 0.277, p = 0.60) and (r = 0.410** and p = 0.004).





























Correlation is significant at 0.01 levels (2 – tailed test)
Source: Field Data (2018)


4.5.2 Multiple Regression Analysis














a. Dependent Variable: CPR

Model Summary 
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate
1	.866	.750	.712	.27056


















Model	R	R Square	Adjusted R Square	Std. Error of the Estimate
1	.854	.729	.689	.28144
Source: Field Data (2018)













a. Dependent Variable: CS

Model Summary
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate
1	.856	.732	.692	.28044
Source: Field Data (2018)


Table 4.11 shows that demographic variables have 69% effect on change management in systems. Results show that age has positive and strong significant relationship on change in systems (β = 0.805, r = 0.007).In addition gender and marital status has negative relationship with change in systems while there is no correlation between academic qualification, work experience and job level.

4.6   Discussions of the Findings
This study examines the relationship between change management and Organization productivity at the GGM. The findings show that most of the respondents agrees that change management is the key factor for Organization productivity in terms of increase in production, cost reduction and increase in profit. The findings support study conducted by (Mosenkis, 2002) who revealed that for Companies to experience growth, it must embrace change as part of operational processes. This also is in line with the study of (Wen 2002) who affirmed that Organization restructuring results in better profitability. Bowman et al (1999) comparative studies found contradictory results; positive change in performance for firms that adopted portfolio and financial restructuring and negative results for firms that adopted organization restructuring.

The findings show that change management in processes has positive and significant relationship with age and job level and it has negative relationship with gender, marital status and academic qualification while there is no relationship with work experience. Furthermore change management in people has positive and significant relationship with age and academic qualification and it has negative relationship with gender, marital status, and work experience and job level. Change management in systems has positive and significant relationship with age and it has negative relationship with gender and marital status while it has no relationship academic qualification, work experience and job level.






                                                                    





SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1	Introduction
This Chapter provides a summary and overview of what the research finding and results uncovered by the study from the case study and also provides final clarity over the refinement of the research constructs studied as well as the research conclusions, research recommendations and prospects for future research especially in Tanzania as the country receives a number of new investors and challenges in the area of resources management in general. The main objective of the study was to examine the impact of change management and organizational restructuring unto organization productivity.

5.2	Summary of Findings
The concept of organizational change management in organizations has proved to be an appropriate concept in improving performance of the organization through the research conducted within Geita Gold Mining Limited, a subsidiary of AngloGold Ashanti Limited, as a case study. The study findings show that majority of the respondents 25% were aged between   30 – 40 years. Dominant respondents were male comprising 57%.On the other hand, the findings revealed that 80% of the respondents were married. 

In addition, 42% of respondents were bachelor degree holders. The following are the summary of the research findings from the research objectives.
i.	The findings revealed that, change management of the GGM Company is slightly high. The Company is making sure that it manages well the effects the changes which occurs to the Company to minimize the effects it can cause.
ii.	Results revealed that change in processes, people and systems have positive and significant relationship with organization productivity in terms of increase in production, cost reduction and increase in profitability.
iii.	The findings also revealed that age, academic qualification, working experience and job level of the respondents have significant relationship on change management. Furthermore results show no correlation between gender and marital status with change management.

5.3	Conclusion
Change is inevitable and unavoidable. It exist in different dimensions and can be described as internal factors that include technologies, operational changes and processes, internal laws and policies, conversion of government organizations to private enterprises, organizational modernization initiatives, changes in management decisions and others. While external factors include but not limited to stiff competitions between companies in the same industry, increasing pressures of globalization, political, economic, socio-cultural, technological, legal, and environmental forces. 

In other words change occurs in different types. Different views and perspective of change varies between organizations as it can give positive and negative consequences. More importantly, managing resistance to change in an effective manner helped organizations to deal smoothly the implementation of change. Organizational change enables organizations to device ways to implement change management effectively with the aid of different change models. Lastly, change management provides many benefits that organization receives provided such change is aligned with the corporate are goals and objectives.

Data were analyzed using various statistical techniques such as SPSS, regression and correlation analysis. The study findings revealed that change in processes, people and systems have positive and significant effects on organization productivity at the GGM, this means that organization productivity can be improved and increased through improving change management processes in place. The finding implies that change management in processes, people and systems should be emphasized in the Organizations for organization productivity. 

5.4	Recommendations
Based on the findings of this research study it is recommended that for any organization being it a profit making one or a non-profit making organization, having identified that it does not meet its targets it sets for a number of period in a row and especially when operating in this very competitive world, there is a strong need, from what the research has found out, to re look at its key functions that basically drive the organization and that influence the attainment of the targets it has set itself for – such functions as processes, people (structure), systems, policies as well as procedures as these together influence and determine the direction to which the organization is going. Based on the research findings and results of this study, the Researcher would like to recommend that the following are the areas of importance for Organizational Change Practitioners as below:
i.	That, change practitioners should clearly identify the success factors within their changing environments, with specific reference and particular attention to the Emotional (Low Impact) and Change Imperatives (High Impact), before they embark on a change initiative.
ii.	Change practitioners should also focus on the following three critical components of the change framework, namely:
a.	Creating a climate for change,
b.	Engaging and enabling all levels in the organization (the whole organization) from top level management to the bottom and communication of the changes about to happen, and
c.	Implementing and sustaining Change/Transformation; instead of focusing on the steps within the change process, simply because organizational change does not lend itself to a linear process but rather it supports an iterative process that depends on the nature and type of change confronting the organization and its related environments.
iii.	Change practitioners should anticipate (forecast) the Change Outputs (Tangible and Non-tangible Change Outputs) early on during the initial objectives and measures more accurately before implementing the change.
iv.	For successful change implementation, workers should be properly trained on change programs and should be educated on the reasons for change. To avoid resistance to change, appropriate change strategies should be put in place by change managers the participative strategy is recommended for change managers.
5.5	Limitation of the Study
Although the research has reached its aims, there were some unavoidable limitations, first, because of the time limit, the research was conducted only on a small size of population, and therefore, to generalize the results for larger groups, the study should have involved more participants at different levels. Second, lack of prior research studies on the topic from the same country where research took place caused lack of the basis of the literature review and a foundation for understanding the research problem investigated. Third the respondents who were in the senior management team of GGM were very cautious with the information they give. The interviewer felt that some information was being with held. 

5.6	  Areas for Future Research
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Dear respondent, my name is Ms.Alye Awadhi, a Master of Business Administration student at the Open University of Tanzania. I am carrying out a research on the Impact of Change Management and Organizational Restructuring unto Organizational Productivity as part of the requirement for the award. You were sampled as a person suitable to provide the information required. I am requesting you to spare part of your valuable time to fill this questionnaire. The information you provide will be treated ethically with the degree of anonymity and confidentiality it deserves. Should you require any further information you can contact me at 0789 365 354 or alye.awadhi@yahoo.com (​mailto:alye.awadhi@yahoo.com​).

Part 2: Questionnaires – Personal information
(Please tick the appropriate answer)
1. Your age   
            A.20 – 30 years     (        )
             B.30 – 40 years     (       )
             C.40 – 50 years     (       )
             D.50 – 60 years     (      ) 
             E.Above 60            (      )
2. Gender 
          A. Male        (       )          
          B. Female   (       )
3. Marital Status
         A. Married     (       )
         B.Single    (       )
         C.Divorced/Divorcee   (       )
         D.Widow/Widower (       )
 4. Academic qualifications
       A. Certificate     (        )
       B.Diploma         (       )
       C.University degree (       )   
       D.Master’s degree      (       )
       E.Doctorate and above    (      )
5. How long have been working at this Company
      A.1 – 5 years (      )
      B.6 – 8 years (      )
      C. 9 – 12 years (      )
      D. above 12 years (      )
6. What is your job level/which stratum are you in? 
      A. Stratum IV. (     )
     B. Stratum III. (     )
     C.Stratum II. (      )




Part 3: Change Management and Organizational Restructuring.
On the scale from (1 = strongly disagree, 2 = disagree, 3= neither agree nor disagree, 4 = agree,
5 = strongly agree) express the extent to which you agree/disagree with the following statements of your attitude towards the organization you work for.
SN	Issues	(1)	(2)	(3)	(4)	(5)
1	I have been part of change management in terms of systems, people, and processes that AngloGold Ashanti has embarked on in the past recent years. 					
2	I am familiar with the term “Change Management and Organizational restructuring” and how it affects people, systems and processes.					
3	I am  aware of  change management approaches  in terms of people (structure), systems or business processes that were introduced to the organization in the past recent years, say 7 years					
4	I feel that the change management is effective to the business organization in either people, systems or processes in terms of productivity since their introduction.					
5	I received a clear communication during the implementation stage of any of the changes in either people (structure) or systems, or processes.					
6	I was engaged fully during the implementation stage of any of the changes in either people (structure) or systems, or processes.					
7	I experiences job insecurity during the process of Organization restructuring.					
8	I am encouraging all employees to accept the changes of the Organization.					
9	 I have the feelings of stress, nervousness and lack of confidence when the Organization changes like restructuring.					
10	I agree that change is inevitable and necessary.					
11	I feel that Management understands the impact of change Management and Organizational restructuring. 					
12	I feel that Management prepares measures to take to minimize the impact of change management.					
13	I am aware of the types of changes occurring into the Organization.  					
14	I am aware of the effect of organization restructuring.					
15	I feel that Organization change Management with reference to organizational change management at Geita Gold Mining Limited since its inception in 2000 has a lot of disadvantages and challenges.					

Part 4: Organizational productivity
SN	Issues	(1)	(2)	(3)	(4)	(5)
1	My overall work performance have improved compared to the past period before change management and organizational restructuring.					
2	I agree that restructuring resulted to improvement in performance in terms of market share growth, competitiveness, growth in quality of products, geographical spread and customer retention.					
3	I agree that Organizational change management concept is the best approach in terms of turning around the performance of the business.					
4	I feel that the change in some of people (structure), systems, policies, procedures and processes within AngloGold Ashanti and Geita Gold Mining Limited in particular have contributed positively the general performance of the organization in terms of gold production, safety, and employees’ performances.					
5	I feel that there is no relationship between Organizational change Management and the performance of the Organization.					


Thank you










